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Abstract 

In several ways, training and development have improved organizations' performance. This research 

analyzes the link between training and corporate performance. The role of organizational culture in 

training, growth, and performance is also studied. The description and deduction are used to examine 

the data. Data were analyzed by IBM-SPSS 23 and SmartPLS 4.3, both statistical software packages 

developed by IBM for the social sciences.219 employees of the Malaysian courier service company 

took part in the survey. The success of an organization is related to its investments in training and 

development. The study reveals that organizational culture is related to corporate training, 

development and performance. Organizations should regularly train and develop their staff through 

formal and informal training programs to enhance organizational performance. 

Keywords: Organizational culture, organizational performance, training and development. 

1. Introduction 

For companies to thrive and stay relevant, they must undergo structural and paradigm shifts. 

Public and private sector employees need to have a specific level of efficiency and 

performance to achieve this. The performance of an organization can be defined in many 

ways. There are several ways to measure organizational performance, according to Richard et 

al. (2009), and can be broken down into three categories:The financial performance of an 

enterprise (income, assets, investments, etc.); the performance of its market products (sales, 

stock exchange, etc.); and your success as a shareholder are all-important factors. Translating 

"input" into "output" to achieve a certain objective, Chen and Barnes (2006) define 

organizational performance as the link between "output" and actual profitability "output" or 
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expected results. It is an apprenticeship program that aims to increase workers' knowledge, 

skills, and performance, according to Mamat(2001). Because of applying learning ideas, 

training is a tool for changing employee behavior in the workplace.In the words of Kleiman 

(2004), training and development are aimed at educating people on how they can most 

effectively perform their present and future tasks. Training and development are essential for 

growing a company's culture, individual performance and organizational capabilities. 

Swanson et al. (2001) describe skills development as a systematic technique for increasing 

human knowledge and skills to enhance productivity. 

Consider the importance of the corporate culture in training and development, particularly 

employee behavior; a strong organizational culture can dramatically affect employee 

performance (Cameroon and Quinn 2006). Hence, this research will explore the impact of 

education and development on organizational culture in the messaging services market. 

2. Literature review 

Organizational Performance and Training 

Training and development are vital to every business's success. They have worked in a wide 

range of professional and personal settings. Thus, corporate and public sector companies 

routinely invest large resources in designing and executing human resource training and 

development programmes. This shows that the company will gain from this training 

programme (Baharom 2009). Pakistani oil and gas companies' success is positively linked to 

training and development, according to Raza (2014). For this study, researchers in Pakistan's 

oil and gas industry gathered primary data and ran regression analyses. According to the 

results of a study there, most workers in Pakistan expressed satisfaction with their company's 

training and development. 

According to these results, the management decided to place more emphasis on employee 

development and training. According to Muhibat and Tiamiyu (2016), Islamic financial 

institutions in Nigeria have benefited from training and development programs for their 

employees. As has been repeatedly shown, an organization's employee performance and 

bottom line benefit from training. According to the results of Nda and Fard (2013), training 

and development guide employees and business performance. “Based on the findings, 
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employee performance and organizational effectiveness are affected by training and 

development. Consequently, it is necessary to ensure optimal use of workers' skills and 

knowledge by developing and implementing appropriate and timely training programs. H1: 

There is a relationship between training and development and organizational performance.  

Training and Development, and Organizational Culture 

Cultural values, attitudes and norms vary from company to company. The culture of a 

company can vary substantially according to the rules. A company's employees are bound by 

a variety of expectations, ethics, attitudes and values. Human resources can improve their 

performance through training, a short-term process where they acquire new knowledge, 

acquire new skills and put existing ones into practice. The purpose of this training is to teach 

job-related skills. Enhance workplace efficiency and adaptability to changing conditions. 

There are several benefits to employees who receive training, one of which is greater 

effectiveness and efficiency in doing their job (Kissack& Callahan 2010). According to this 

research, corporate culture is influenced by education and growth. Khan et al. (2017) 

investigated the role of corporate culture in the development of workers' competencies, 

knowledge, skills and experiences. A study of 20 employees on company culture and training 

efficacy using a sample of. According to the results of this research, the training of most of 

the employees was determined by the company culture. Learning new skills and developing 

new attitudes and skills has improved employee morale and strengthened the organization's 

culture. Some organizations have strong organizational cultures, while others lack them. 

Consequently, the following assumption is our conclusion: 

H2: There is a relationship between training and development and organizational culture.  

Organizational culture and performance 

Rashid et al. looked at the financial performance of Malaysian companies. (2003). The 

research found a strong and positive relationship between company culture, organizational 

dedication and financial success. The results of this study are vital for human resource 

development and employee motivation. This study found that corporate culture and 

organizational commitment influence economic performance. Corporate culture and 

organizational devotion can substantially impact the performance or success of a business.  
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Kandula (2006) argues that excellent performance depends on strong culture..A solid and 

good culture can inspire people to thrive, while a weak and bad culture can lead to 

bankruptcy. For example, according to Magee (2003), performance management may be 

ineffective without considering the influence of corporate culture. Srensen (2002) argues that 

a stronger culture can improve organizational performance. Organizational level, culture, 

values, and workforce diversity also affect the training-performance relationship. (Youndt et 

al 1996 So here are the hypothesis:H3: There is a relationship between organizational culture 

and organizational performance. 

Numerous studies have examined organizational culture as a potential mediator between 

strategic HR management and organizational performance. Mei et al. (2012) used modeling 

of structural equations to investigate the role of organizational culture in the relationship 

between HR management and performance. As a survey, the study is crosscutting. 137 

questionnaires were submitted and retrieved, then statistically analyzed. 

Employer interactions were analyzed, including recruitment, performance appraisal, 

performance-based incentive plans, information sharing and job security. Human resource 

management components account for approximately 57% of corporate culture change. The 

management of human resources and the organizational culture influence organizational 

performance by 68%. According to structural equation models, organizational culture relates 

to the management and performance of human resources.H4: Organizational culture acts as a 

mediator between training and development and organizational performance. 

 

Related theory 

The study's theoretical basis is the Resource-Based View (RBV) (Barney et al. 2001). 

According to RBV theory, human resource is a crucial organization source. The indirect use 

of the RBV theory reduces the competitive advantage. The notion suggests that the culture of 

an organization affects its performance. 

Figure 1 represents the paradigm for studying the impact of education and development on 

organizational performance across cultures. This study shows that organizational training and 
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performance are related based on previous research. The corporate culture interconnects these 

two elements. As a result, hypotheses 1-4 of this survey were generated: 

 

Figure 1: Research framework 

3. Research methodology 

This investigation used quantitative sensing as a search strategy. Surveys can be provided in a 

variety of ways, according to Sincero (2012). The questionnaires can be sent by email, fax or 

posted on the Internet. Today, online surveys are the most common way to get information 

from target participants. Researchers can gather information from people all over the world, 

plus the convenience of doing so. Finding statistically significant results is easier with the 

survey approach because of its high representativeness.Many other aspects can be assessed 

effectively with surveys. Investigation is the best way to achieve the goals of the study. Due 

to the widespread use of questionnaires in investigations. Consequently, the completeness of 

the data array will be checked. Various tools developed by Cassell et al. (2002), Denison and 

Mishra (1995), and researchers used Haldma et al. (2012) to collect quantitative data on 

education and development, organizational culture and performance. To confirm the validity 

of the questionnaire prior to its release, the experts carried out a comprehensive validation 

process.After validating the questionnaire with specialists and making minor adjustments, it 

was sent to the Malaysiancourier service staff. The survey provided for a three-week deadline 

for respondents to complete and return the researcher.”The researchers selected 219 surveys 

from 300 sets. The research hypothesis was tested using SmartPLS 4.3 and the IBM 
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Statistical Package for the Social Sciences 23. Finally, each construct's performance signal 

was quantified using a five-point Likert scale. 

Data analysis and result 

As shown in the graph below, respondents came from a wide range of positions within 

Malaysian courier service companies, as shown in Figure 2. According to the data, 62.0% of 

respondents were men. People between the ages of 30 and 40 made up the vast majority of 

respondents (41.0%). 97% of the respondents were Malaysian and had served between two 

and four years. Respondents with mixed certificates of education comprise 54.0 percent, and 

102 (46 percent) are supervisors. 

 

Figure 2: Demographic questionnaire for the participants 

4. Measurement model 

Internal consistency 

The reflective measurement paradigm evaluates internal coherence, convergent validity, and 

discriminant validity. The study results were judged acceptable using the concurrent validity 

measurement model (Hair et al., 2017; Fornell&Larcker, 1981). Internal consistency was 

tested using Cronbach alpha and composite reliability. Table 1 displays the value of each 

construct. "Organisational Performance," "Organisational Culture," and "Training and 

Development" are all in the "a" range (0.889-0.889, pc-0.908). 0.70 is firmly advocated as the 
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degree of acceptance for all values, according to Hair et al. (2010). In all latent constructs, the 

average variance extracted is over the stipulated minimum threshold of 0.50 (Hair et al., 

2017). For each latent construct indicator, the results provide a clear explanation and 

correlation with each other. Each latent variable's indicators closely reflect its actual values. 

“Organizational culture (AVE = 0.514), training and development (AVE = 0.503), and 

performance are all indicated in Table 1. 

 

Table 1: Cronbach alpha test and reliability 

The investigator then examines the discriminant validity. Ramaya et al. (2018) define 

discriminating validity as the ability of indicators to distinguish between ideas. This is to 

avoid overlapping correlations. The heterotrait-monotrait correlation index is used to evaluate 

the discriminant validity (HTMT). 

The diagonal correlation should be bigger than the off-diagonal correlation, according to the 

Fornel&Larcker criteria. The HTMT criteria have been examined using the HTMT inference 

technique (Henseler, Ringle, and Sarstedt, 2014). Using the bootstrapping approach, the 

confidence interval value in this HTMT inference should be smaller than 1.0. (Henseler et al., 

2015). Because of the discriminant validity evaluation findings, the following tables are 

created. 
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Table 2: Fornell and Larcker criteria 

 

Table 3: HTMT 

Collinearity Issue Assessment 

Kock (2015) defines collinearity as the similarity of two or more indicators at a given 

location. Capelli et al. suggest a score below 5.0 for this level. (2016). The VIF was below 

5.0. table 4 compares the external VIF b values Contrary to Hair et al. (2016). The external 

VIF is 1.612, 1.753 and the organizational culture is 1.948. The VIF assessment has ended. 
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Table 4: Outer VIF across construct 

Structural model assessment 

Evaluation of the relationship's importance and relevance 

The bootstrap method was used to assess 3,000 subsamples. Large sample size is required to 

identify the standard bootstrap error. Ramaya et al. advise scholars to look for path 

coefficients that link important notions to hypotheses (2018). The t statistic supports three 

direct links between exogenous and endogenous, as illustrated in Table 5. 

To estimate the level of evaluation of the coefficient of determination, exogenous and 

endogenous variables were used. This score has been linked to exogenous and endogenous 

constructs, ranging from 0 to 1. (Ramayah et al., 2018). TABLE 5: COEFFICIENTS OF 

DETERMINATION FOR the endogenous factors (Organizational culture = 0.487) and 

(Organizational performance = 0.571) are accounted for. (Training) Hair et al. defines mild as 

0.25 to 0.50, moderate as 0.50 and significant as 1.75. (2016). Based on the data, this 

assessment of the coefficient determination is low or moderate. 

f 2 is the assessment level (Effect Size) 

The next phase in the study is assessing the amount of impact magnitude (f2). Cohen's f2 

statistic is used to assess the magnitude of the constructed predictor (Cohen, 1988). In 

addition, the rule of thumb has been revised. For example, an impact dimension of 0.02 is 

low, 0.15 is medium, and 0.35 is significant. Table 5 summarizes the impact dimension 

studies. Impact of less than 1% on organizational performance and culture, according to table 
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5 (0.039) (0.087). Company culture and performance are directly correlated (0.397). Because 

of this, this research found that f squared's impact size spans from small to high, as 

recommended by (Cohen, 1988). 

Q2 is the assessment level (Predictive Relevance) 

The blindfolding approach may be used to determine this predicted relevance value 

statistically. A routeing model is considered to have a better predictive significance if its 

predictive relevance is larger than the acceptance threshold. As measured by Q squared, 

predictive significance is seen in Table 5. Predictive relevance values for training and 

development and organisational culture were 0.245 and 0.240, respectively. The Stone and 

Geisser Q2 predicted relevance value should be accepted beyond zero (Hair et al., 2017; 

Stone, 1974; Geisser, 1975). The number is larger than zero based on the data, showing that 

the model can predict outcomes. 

Table 5 Relationship summary 

 

 

Mediation analysis 

Capelli et al. (2016) claim that mediation can help identify the link between dependent and 

independent variables. This research uses a new type of mediation analysis to assess the role 

of organizational culture in mediation between training and performance. Preacher and Hayes 

(2008) argue that evaluating the notions of mediator in mediation analysis requires 

bootstrapping. Table 6 shows the analysis hypothesis of the mediation relationship. As shown 

in Table 6, organizational culture plays a critical role in balancing education and development 

with performance. Therefore, H4 is permissible. 
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Table 6: Result of mediation report 

5. Conclusion 

This study focused on a specific department of courier services organizations to demonstrate 

the link between education and organizational success. Organizational culture can influence 

the relationship between employee development and business performance. Organizational 

performance is positively associated with the training and development indicator, as shown 

by its t-value of 2.065 (= 0.170, p 0.039). 3.629 (= 0.269, p 0.01) is the t-value of the training 

and development indicator, which indicates that it is positively linked with organisational 

culture. A t-value of 3.279 (= 0.155, p 0.01) indicated that the fourth hypothesis, which 

looked at organisational culture practices' role in tying training and development to 

organisational success, was confirmed.” 

A previous study shows that training and development improve organization effectiveness. 

The results of this research are in line with those of previous studies, including Niazi's (2011) 

study of consumer goods and Raza's (2014) review of several Pakistani oil and gas 

companies. For the company's success in this market, training and development must be 

prioritised to enhance employee productivity and retain their most key individuals (Zenger et 

al. 2000; Baharom, 2009). Training and development have a major influence on company 

culture, according to study results for hypothesis H2. Organizational culture is internalised 

via training and growth, according to both studies. Because of favorable workplace culture, 

employees are more likely to engage in learning and development activities. 
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(Chris, in 2019) H3, the third study hypothesis, indicated that the performance of an 

organisation is greatly influenced by its culture. It is consistent with Kandula (2006), Magee 

(2003), and Sorensen's earlier studies (2002). A good and robust organisational culture has 

been shown to contribute to higher productivity. Training and development initiatives (as 

well as other important decisions) should be undertaken, taking into account these cultural 

objectives of the organization. On the other hand, the conclusion of the H4 hypothesis shows 

that training and development impact organizational performance through organizational 

culture. Mei et al. (2012) showed a mediating role of organizational culture in connecting 

strategic human resource management and organizational performance.. 

Because of this, it is necessary to implement progressive organisational culture techniques to 

help manage staff and aid the firm in increasing productivity. Courier services are an example 

of a rapidly growing public service industry that may benefit from both training & 

development and a positive corporate culture to enhance overall performance. 

Future researchers may repeat this study with a different group of participants, industries, or 

other talent difficulty criteria based on the results. [*] Consider doing surveys with people 

from various sectors, such as manufacturing and petroleum. An in-depth investigation of the 

role of culture in promoting human resource development and organisational performance 

should be conducted by future academics. 

Training and developing people via official and informal programmes and encouraging staff 

to embrace the business's culture and values is the best way for a firm to improve its overall 

performance.  
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